T he phenomenon of burnout, a debilitating stress syndrome, was observed and studied in the US and the European countries in the 1980s when these countries faced globalization. India has confronted globalization and liberalization since the 1990s, the effects of which have been experienced by organizations and executives more severely during the past decade. A majority of the organizations have gone through a paradigm shift and one can clearly see the stress levels rising. Yet, there has been no national level study to indicate the magnitude of the problem that is adversely affecting both the executives and the organizations.
Burnout is becoming a major threat to the executives the world over and more so in a country like India where they are under pressure to produce higher and higher outputs with minimum inputs. There is, therefore, a need to probe and identify the determinants of burnout to enable the adoption of appropriate preventive measures. Though an enormous amount of research literature is available on 'stress' in the Western and Indian conditions, there is very little research on "burnout" in the Indian context.
BURNOUT -THE CONCEPT
The term 'burnout' was first introduced by Freudenberger (1974) . It is a state of physical, mental, and emotional exhaustion that often results from a combination of very high expectation and persistent situational stress. It describes a state of depletion of a person's resources, particularly energy due to excessive demands made on him/her as a result of which the individual becomes apathetic and impassive towards his/her work and other aspects of his/her life. It has been found to have dysfunctional repercussions on the individual and adverse effects on the organization. It may reflect in a continued dissatisfaction with the situation, ranging from mild boredom to severe depression, irritation, exhaustion, and physical ailment. The experience of too much pressure and too few sources of satisfaction can develop into a feeling of exhaustion leading to burnout (Golembiewski and Munzenrider, 1988) .
From her exploratory research on people involved in human-services occupations, Maslach (1982) conceptualized burnout as having three dimensions and developed the Maslach Burnout Inventory (MBI) (Maslach and Jackson, 1982) . Although initially, her burnout concept was confined to service occupations, in 1993, she extended it to the non-service occupations as well (Maslach, 1993) . She did finally acquiesce to the consensus opinion that burnout is prevalent across other job domains as well (Maslach, Schaufeli and Leiter, 2001) . Zellars et al., (2004) found that neuroticism significantly predicted both the exhaustion and depersonalization dimensions, and that this is mediated through negative moods.
MODELS OF BURNOUT
Researchers have largely proposed two types of models: the phase model and the stage model. These models have been discussed below. Veninga and Spradley (1981) believed that burnout occurred in the form of five distinct stages:
Veninga and Spradley's Stage Model
Honeymoon stage: This stage is characterized by the feelings of excitement, enthusiasm, pride, and challenge arising out of the elation about the new job. It gives rise to certain coping mechanisms and strategies, which prove to be dysfunctional later. Also, this euphoria has a flip side -it marks the beginning of the depletion of energy.
Fuel shortage stage:
The general, undefined feelings of fatigue, sleep disturbance, inefficiency, and job dissatisfaction signal future difficulties. These disturbances, in turn, can result in concomitant behaviours of increased eating, drinking, and smoking.
Chronic symptom stage:
The physiological manifestation that appeared in the previous stage becomes more pronounced and accentuated in this stage and might even lead to the occurrence of symptoms like physical illnesses, anger, irritation, and depression.
Crisis stage: Over a period of time, the symptoms may develop into acute psychosomatic disorders like peptic ulcer, tension headache, chronic backache, high blood pressure, sleep disturbance, etc., along with the development of escape mechanisms to deal with the increasing tendencies of self doubt, a pessimistic view of life, and a general feeling of oppression.
Hitting the wall stage: In this stage, there is a total maladaptation due to the failure of the person's coping mechanisms to deal with stress.
The model proposed by Veninga and Spradley (1981) is evocative in imagery and could help a person recognize the warning signals and take preventive measures but the descriptive evocativeness comes at the cost of analytical rigour in modeling.
INDIAN MODEL OF EXECUTIVE BURNOUT

Leiter-Maslach Process Model
On the basis of her studies, Maslach (1982) had developed a three-dimensional construct of burnout and had defined burnout as "a syndrome of emotional exhaustion, depersonalization, and reduced accomplishment that can occur among individuals who do 'people work.' It is a response to the chronic emotional strain of dealing extensively with other human beings, particularly when they are troubled or are having problems." Leiter and Maslach (1988) posited that there is a sequential development of different dimensions of burnout. It is the emotional exhaustion that first appears as a result of the excessive demands at work. In order to cope with the drainage of energy, the individual distances himself from his work and others as a defensive strategy, and this manifests as depersonalization or cynicism. Finally, as a sequel to this depersonalization, the ability of the individual to work effectively decreases and when the realization, that his present accomplishments do not match with his original expectations and ideals, sets in, it leads to a sense of reduced personal accomplishment or inefficacy. But this developmental sequence of exhaustion-depersonalization-reduced accomplishment has been modified in the light of later empirical findings. The revised model (Leiter, 1993) proposes a mixed sequential and parallel development of the burnout dimensions. In the new model, burnout starts off with exhaustion and is sequentially followed by the development of depersonalization. There is a parallel development of the feeling of reduced personal accomplishment (renamed as ineffectiveness or reduced efficacy) independent of the other two dimensions, and this happens due to the work environment. Thus, while in the earlier model, burnout was an entirely internal process in which exhaustion was triggered due to environmental stress, in the latter model, environmental stressors affected the entire process of burnout by influencing all the dimensions of burnout.
Building on Maslach's model, Leiter suggests a distinct relationship among the three dimensions of burnout. Firstly, emotional exhaustion is found to cause a decrease in personal accomplishment when depersonalization acts as the mediating variable between the two. Secondly, an inverse relation exists between job satisfaction and burnout dimensions. Thirdly, the correlation between burnout and two types of social interpersonal relations indicates that if an employee has a large network of informal social contacts at the workplace, he is expected to have lower exhaustion and lower depersonalization along with higher personal accomplishment. Conversely, if an employee has a large network of work contacts, he will show high levels of emotional exhaustion as well as personal accomplishment due to the existing positive relation between these variables. As per this framework, the person who experiences emotional exhaustion is likely to have many work contacts but relatively few informal contacts.
In his later model, developed in 1991 from a study of mental health workers, Leiter (2001) presents a framework of burnout exploring the impact of both the work context factors as well as coping styles on burnout. The model was refined by Maslach, Schaufeli, and Leiter (2001) . Cherniss (1980) views burnout as a three-stage process involving job stress, strain, and defensive coping. He considered burnout to be a transactional process, experienced in the form of a self-perpetuating and self-reinforcing vicious cycle whereby one reaction feeds into another till this established pattern is difficult to break. There is an underlying assumption that stress might not be permanent or total in its impact; rather it is contingent on a number of factors which are all specific to each situation. However, it is generally felt that higher the level of stress experienced and more overwhelming the situation, greater are the chances of occurrence of burnout and its severity.
Cherniss' Transactional Process Model
Reviewing various definitions of burnout related to a change in attitudes and behaviour caused due to the stress of excessive demands from the job, Cherniss (1980) came to view burnout as a state of withdrawal from work or a change in motivation due to excessive stress. Burnout is seen as a complex socio-psychological phenomenon, which is characterized by the reduction in motivation and enthusiasm. Deducing from his Transactional Model of burnout, Cherniss posits, "Burnout can now be defined as a process in which a previously committed professional disengages from his/her work in response to stress and strain experienced in the job." The model is qualitative and descriptive in nature.
Pines' and Aronson's Existential Model
In this model, burnout is defined and subjectively experienced as "a state of physical, emotional, and mental exhaustion caused by long-term involvement in situations that are emotionally demanding." Pines and Aron-son (1988) . see it as severe hampering of one's coping ability caused by the chronic presence of extremely high expectations and situational stress.
From their clinical and research experience, Pines and Aronson (1988) came to conceptualize burnout as an experience of physical, emotional, and mental exhaustion characterized by the feeling of tiredness, low energy, a sense of helplessness, and hopelessness, disenchantment, and disillusionment from work, formation of negative self-concept, and a negative and dehumanizing view of others in situations when excessive demands are made on the person and he gets caught between high expectations and chronic situational stress. They have developed a one-dimensional measure called Burnout Measure, which unlike the MBI, yields a single burnout score. Shirom (2003) , posits that in their development of this measure of burnout, Pines and Aronson (1988) have moved away from their operational definition of burnout. Meier (1983) presents a framework patterned on the work of Bandura (1977) , which views burnout from an interactionist perspective, suggesting that burnout is a result of not just the organizational factors; rather it develops from an interplay between the environment and the individual factors. Burnout is defined as "a state in which individuals expect little reward and considerable punishment from work because of the lack of valued reinforcement, controllable outcomes, or personal competence" (Meier, 1983) . The four elements of burnout are: reinforcement expectations, outcome expectations, efficacy expectations, and contextual processing.
Meier's Model of Burnout
To elaborate, burnout occurs when an individual, due to his repeated work experience, has low expectations or little hope of receiving positive rewards or reinforcements. Also, the person feels a lack of control over the existing reinforcers, being unable to (through personal competence or action or behaviour) exert control over the reinforcement along with a high expectation of punishment being present in the work environment. The model has not received much support in later researches.
Smith's Cognitive-Affective Stress Model
A four-stage model of burnout has been presented by Smith (1986) for athletes which looks at the physiological, psychological, and behavioural aspects of the process of stress and burnout and how these components are affected throughout by the individual's personality and his level of motivation. The four stages are as follows: Situational demands. In a situation where a person's resources fall short of the demands made on him, he initially experiences stress which, over time, gradually turns into burnout. Cognitive appraisal. The individual undertakes a cognitive appraisal of the situation in which he reaches his own assessment or valuation of the circumstances. Physiological responses. When an individual's perception of a situation is threatening and potentially harmful to him, it can lead to a series of incapacitating physiological effects like increased tension, anxiety, fatigue, anger, depression, and sleep disturbance along with an increased susceptibility to illnesses. Behavioural responses. These physiological responses set in motion many coping and task behaviours, which are an attempt to deal with the excessive stress. In turn, many forms of rigid and inappropriate behaviours are exhibited along with decreased performance and interpersonal difficulties which eventually might lead to a withdrawal from all related activities. As this model is based on a research on athletes, it may not be relevant for the executives.
Moore's Attributional Model of Work Exhaustion Consequences
In an attempt to bring together the concepts of work exhaustion (interchangeably used with job burnout) and causal attribution, Moore (2000) puts forth a model of work exhaustion which is largely based on Weiner's (1974) attribution theory of motivation and emotion.
Moore posits that unlike the earlier researches, the individual experiencing work exhaustion need not necessarily go through the plethora of attitudinal and behavioural reactions associated with the job. He is more likely to experience some subsets of these attitudinal and behavioural reactions which, in turn, are contingent on and are influenced by the individual's perception of the attributed cause of the exhaustion. Moore's model is elaborated below: Antecedents to work exhaustion. Moore suggested that situational factors like role overload, role ambiguity, role conflict, and lack of rewards are more likely to be the antecedents to work exhaustion rather than individual variables.
Causal search. This process looks into the 'why' or the causes of the occurrence of any 'unexpected, negative or important situation.' In the context of work exhaustion, causal search can be understood as the individual's search for the causes of his/her work exhaustion. Causal attribution. The outcome of the causal search is the perception and understanding of the cause of the exhaustion. Attitudinal reactions-According to Moore, two kinds of reactions could be experienced by the individualeither a direct result or outcome of the experience of work exhaustion, i.e., attribution-independent attitudinal reactions or, the one occurring, as a result of the causal attribution that was earlier undertaken by the individual, i.e., attribution-dependent attitudinal reactions. Thus, while one reaction is independent of the causal attribution (e.g., decreased job satisfaction), the other is totally contingent on the causal attribution (lower self-esteem at work). Behaviour and action undertaken to alleviate work exhaustion. A combination of factors like attributionindependent attitudinal reaction, attribution-dependent attitudinal reaction, characteristics of causal attribution, and various situational and individual difference factors are likely to determine the behaviour/action taken by the individual in an attempt to alleviate his work exhaustion. These are depersonalization, voluntary turnover, attempts to change the work situation, and attempts to change oneself.
Golembiewsky's Phase Model of Burnout
This model is based on Maslach's (1982) model of depersonalization, personal accomplishment, and emotional exhaustion. On the basis of the responses on MMBI -modified version of the original MBI -the individual obtains certain scores on all the three dimensions, after which his score on each dimension is coded as high or low as per the available norms from a large population across the eight phases of burnout. Golembiewsky and Munzenriden (1988) , in their proposed model, suggest the progression of burnout in the form of a continuum of eight phases -the lower phases indicating lower levels of burnout and the level of severity of burnout correspondingly increasing as one progressed on the continuum, with the eighth phase being the most severe of them all.
Unlike Maslach, this approach does not give equal importance to each of the three dimensions. Depersonalization is seen to be an 'initial burnout phase,' and is considered a precursor to the reduction in personal accomplishment with both further generating the more advanced and the most severe conditions of emotional exhaustion. To elaborate, on the basis of the obtained MBI scores, the individual is placed on one of the eight phases. Individuals assigned to Phase I tend to value people, see themselves as doing well on jobs that are socially worthwhile, and cope with added stress factors. In contrast, individuals placed in Phase VIII keep themselves distant from people, lack information and social support, believe their work is not rewarding psychologically, and are unable to cope with new stress. (Golembiewski et.al., 1998) . In Leiter's view (1989) . Golembiewsky's approach lacks sound empirical support; he questions Golembiewsky's dichotomization procedure of the phases and critiques the whole process of 'dichotomizing continuous scales.'
RATIONALE FOR AN INDIAN MODEL
Burnout among executives deserves urgent attention in view of increasing enormity of the problem and its debilitating and negative consequences at individual and organizational levels reported in the media almost regularly. An important consideration for this study is to evolve an exclusive construct of 'executive burnout' in the industrial context which does not exist. The development of the construct of burnout has been based on people occupations (nurses and teachers) and extended to the non-service occupations, which does not cover certain vital aspects of executive functioning. With technological advancements, workplaces have undergone drastic changes and many executives work in situations which require very little people contact, implying that the construct of 'executive burnout' is qualitatively different and needs to be evolved empirically for better understanding of this phenomenon. Another consideration was to develop the construct of burnout in the Indian context. The construct was developed in the West and the author's (Sharma, 2002) earlier research on Indian executives using MBI revealed that the dimension of diminished personal accomplishment was not valid for the Indian sample as these were high achievers who were found to suffer from burnout (and not vice versa) and therefore, had no diminished personal accomplishment; rather it was incessant desire or situational compulsions to achieve more and more which led to burnout among executives. This could be due to psychosocial or econo-mic factors or the presence of other factors that were vital for the executives in the industry but not covered by MBI.
The author's interaction with a large number of executives in organizations revealed that the problem of burnout has been acute and is on the increase. This was confirmed by interactions with the mental health professionals (psychiatrists and clinical psychologists). One more consideration has been to find out the determinants of burnout among the Indian executives so that the preventive measures could be taken to mitigate this problem and promote executive well-being.
Thus the lack of knowledge about the construct of 'executive burnout' in the industrial context and its determinants provided impetus to undertake the present study. This paper focuses on evolving an Indian model of the determinants of executive burnout.
OBJECTIVES OF THE STUDY
• To evolve the construct of executive burnout • To identify the role of personality-related (type A personality and emotional intelligence) variables of burnout among the middle and the senior level executives • To identify the role-related antecedents, viz., interrole distance, role stagnation, role expectation, role erosion, role overload, role isolation, personal inadequacy, self-role distance, role ambiguity, and resource inadequacy of executive burnout • To study the role of emotional intelligence, personal effectiveness, and adjustment (negative dimension covering emotional, family, health, occupational, and social adjustment) in burnout.
FRAMEWORK FOR THE STUDY
Selection of Sample
Stratified random sampling method was used to draw a sample of 300 middle and senior level executives, 75 each from manufacturing and service industry representing public and private sector organizations in India. However, in order to have a nationally representative sample, executives were selected from organizations having an all-India presence, across all the four regions, viz., north, south, east, and west. For sampling of executives from manufacturing and service industry representing public and private sectors, a list of companies having an all-India base was prepared. The management of the company was approached personally, with prior appointment, to brief them about the objectives and scope of the study and the value of their association with it. After explaining and answering queries, if any, the permission for data collection from their companies was sought. The companies identified an executive, generally an HR executive, to provide a complete list of middle and senior level executives working in various functional departments of the organization. Random sampling method was used to identify executives from the list who would form a part of the sample from a particular company.
Research Tools
One test on executive burnout was developed by the author. Although other research tools selected for research were standardized tests, yet their reliability was determined by the sample of the study, to ensure reliability of the data collected. Cronbach alphas for these tests in the study sample were: 0.73 for stress personality (Eliot, 1994) 0.92 and 0.49 for organizational role stress scale and personal effectiveness scale (Pareek, 1987 and 1997) respectively; 0.67 for emotional intelligence scale (Chadha and Singh, 2001) ; 0.77 for global adjustment scale (Psycom); and 0.91 for Sharma Burnout Scale.
Data Collection
Data were collected through personal survey from the sample of executives from the manufacturing and service industries representing both the public and private sectors. A set of research tools mentioned above was handed over to each executive in a group setting in faceto-face situation. The respondents were explained the objectives and the scope of the study and the value of their genuine responses in making it successful. Their informed consent was sought and they were given standardized instructions before the collection of data.
HYPOTHESES
The following hypotheses have been developed for testing: Ha: It is possible to identify burnout and burnout-prone cases with the help of a scale. Hb: Personality factors are the determinants of burnout among the Indian middle and senior level executives. Hc: Burnout among Indian executives is caused by role-related factors. Hd: High burnout and normal executives differ in their emotional intelligence. He: There is a predictive relationship between personal effectiveness and burnout. Hf: There is an inverse relationship between adjustment (in the areas of emotional, home, occupational, and social and total adjustments) and burnout dimensions.
RESULTS AND ANALYSIS
Evolution of A Construct of Executive Burnout
Sharma Burnout Scale (SBS)
A test of burnout was developed for an Indian sample and standardized by the author for screening and identifying the cases of burnout or those that are prone to burnout among executives. The data were pilot-tested and factor-analysed with VARIMAX rotation to develop empirically based constructs of burnout. It was observed that all the items belonged to five distinct factors: a) ambiguity, b) dissatisfaction and powerlessness c) inadequacy d) depersonalization, and e) physical and emotional exhaustion (See Box). Here it should be mentioned that 'Maslach Burnout Inventory' (MBI) has three dimensions explained earlier.
On the sample of the pilot study, Cronbach alpha for the scale was found to be 0.85 (p<0.01), and in the final study, it was 0.91(p<0.01). The concurrent validity of the SBS was determined with MBI; the correlation between the two scales was 0.350 (p<0.01) and on the two dimensions, viz., depersonalization and emotional exhaustion, 0.418 and 0.280 respectively, which too are statistically significant (p<0.01 level). In order to validate the results obtained with the help of the scale, to make the diagnostic tool go through another acid test, clinical diagnosis was obtained from clinical psychologists, psychiatrists, and a cardiologist for the burnout cases. It has been found that the scale is valid for clinical diagnosis too. The scale was then used to identify burnout cases. This is, in fact, the first Indian scale to diagnose burnout cases. The construct of executive burnout empirically evolved by the author has been defined as: "Executive burnout is marked by persistent feelings of inadequacy, ambiguity, dissatisfaction, and powerlessness accompanied by behavioural manifestations of apathy and indifference (depersonalization) and physical and emotional exhaustion." (Sharma, 2005) . Thus, Hypothesis (Ha)-that it is possible to identify burnout-prone cases with the help of a scale-stands accepted.
With the help of the burnout scale and other research tools, data were collected from the sample of the study representing manufacturing and service industry. The executives belonged to auto, oil and gas, power, electronics, chemical, steel, and pharmaceutical companies in the manufacturing industry and banking, IT, engineering service, financial services, and marketing companies in the service industry both from public and private sectors from across the country. Table 1 presents the mean and standard deviation of the study variables.
The results have been further analysed to test the hypotheses formulated earlier.
DISCUSSION
Having developed and empirically tested the construct of executive burnout, the next step adopted by the author was to identify antecedents of executive burnout for the senior and middle level executives in India. With this in view, data were subjected to rigorous statistical analysis. Seventeen independent variables involving stress personality, role-related factors, emotional intelligence, and personal effectiveness were used as predictors in an attempt to identify a set of variables, which together, explained maximum variance in executive burnout measured by Sharma Burnout Scale. This analysis was carried out with the help of statistical tools, viz., correlation and hierarchical regression. Intercorrelations between 17 independent x 5 dependent variables were worked out and the results are presented in Table  2 . Burnout (total and all the dimensions) and Type A behaviour (stress personality) have been found to have significant relationship (p< 0.01 level). It may be noted that both burnout and stress are negative parameters.
It was decided to go beyond these one-to-one correlations through multivariate analysis, to explore the combination of factors which explained maximum variation in executive burnout. For this purpose, multiple regression technique was employed using SPSS software. For further analysis of results, each dependent variable was taken at a time in an attempt to find out its predictors with the help of hierarchical regression. For identifying the combination of variables to get the best prediction equation, it was considered necessary to fulfill some additional requirements as mentioned below:
• coefficient of determination to be significant at least at 0.05 level (95%)
• net contribution of each predictor be statistically significant at least at 0.05 level (95%). For testing the hypothesis (Hb) formulated earlier burnout (total) was correlated with all the 17 independent variables. Statistically significant correlations (p<0.01 level) were obtained between all the dimensions of burnout and stress personality and 10 role-related factors. Further, statistically significant negative correlations were obtained between emotional competence and burnout (total), ambiguity, depersonalization and physical and emotional exhaustion. These correlations were subjected to hierarchical regression to identify predictors of burnout (total). The model summary indicates that there are five determinants of executive burnout, viz., stress personality, role expectation conflict, role stagnation, personal inadequacy, and emotional competence. This can be expressed in the following equation where only standardized beta coefficients have been used: y= a + bx1 + bx 2 + bx 3+ bx 4+ bx5 y (dependent variable) = alpha+ beta of predictor 1+ beta of predictor 2….…+ beta of predictor 5.
Based on the above equation, various contributors of burnout can be placed in the following equations: Burnout = Stress Personality (0.388**) + Role Expectation Conflict (0.219**) + Role Stagnation (0.218**) + Self -Role Distance (0.106**) + Emotional Competence (-0.093**)
Having identified the best combination, it was decided to ascertain the relative importance of each of the predictors. As there is a possibility of multi-co linearity among variables, it was decided to undertake further analysis to assess the contribution of each of these five variables in predicting burnout. The results of further analysis have been presented in Table 3 . Table 3 reveals that stress personality is the most important predictor of burnout which explains 39 per cent of the variance. The other predictors of burnout are role expectation conflict, role stagnation, explaining 22 per cent of the variance each, followed by self role distance explaining 11 per cent of the variance.
The results find support in a study by Hallsten (1993) who found that Type A behavior leads to helplessness, hopelessness, and despair and (Sharma, 2006 b) (these are some of the characteristics of burnout). The results are supported by Pines and Aronson (1988) who found in their workshops with managers that almost for all the managers, the most stressful aspects of their work corresponded very closely with their initial hopes and expectations regarding their role, status, autonomy, and the available resources that had subsequently not been met.
Thus, Hypothesis (Hb)-that personality factors are the determinants of burnout among the Indian middle/senior level executives-is borne out by the results of the study and hence stands accepted.
Dimensions of Burnout
Antecedents of Ambiguity
"What accounts for ambiguity among Indian executives?" To answer this question, as the first step, correlations were worked out between all the 17 independent variables and the dependent variable, ambiguity (Table 2) . A look at this column of the table reveals that 11 (stress personality and role-related) variables are positively and significantly related to ambiguity whereas emotional competence has significant negative relationship. Hence, these correlations were subjected to multivariate analysis and hierarchical regression. Regression analysis determines that there are seven predictors of ambiguity which are summarized in Table  3 . The analysis reveals that the dimension of ambiguity can be predicted by stress personality, role stagnation, emotional competence, and role expectation conflict. Emotional Intelligence and role overload play a negative role in ambiguity. Total variance explained is 47 per cent.
Hypothesis (Hb)-stress personality is one of the determinants of burnout (ambiguity)-is borne out by the results.
Predictors of Dissatisfaction and Powerlessness
Dissatisfaction and powerlessness are significant indicators of burnout. To find out the predictors of these in our sample, as the first step, correlations were carried out between this variable and the 17 independent variables (Table 2) . High positive correlations were observed between this variable and stress personality and 10 role-related variables. These results were subjected to hierarchical regression to explore the combination of factors which together could explain the variations on this dependent variable.
There are seven predictors of dissatisfaction and powerlessness dimension of burnout explaining 55 per cent of variance (variances have been given in parantheses). These are stress personality (35 %), role stagnation (14 %), resource inadequacy (17 %), inter-role distance (-21 %), role expectation conflict (18 %), role erosion (15 %), and role overload (13 %) which work in permutations and combinations.
The findings are corroborated through researches by Buunk et al., (1998) . According to them, work underload and overload can result in negative emotions depending upon the discrepancy between the workload and the abilities and aspirations of the employee (Buunk et al., 1998) . While qualitative underload and overload both result in job dissatisfaction, the former is also associated with depression, irritation, and psychosomatic symptoms and the latter with tension and low selfesteem (ILO, 1986) .
This proves the Hypothesis (Hc)-that Burnout among Indian executives is caused by role-related factors.
Predictors of Inadequacy
Executives suffering from burnout have strong feeling of inadequacy. This variable has been found to have high positive relationship with stress personality and all the ten dimensions of organizational role stress ( Table 2) . The correlations were subjected to multivariate analysis. Hierarchical regression reveals that there are five predictors of 'inadequacy' explaining 38 per cent of the variance, viz., stress personality (24 %), role expectation conflict (32 %), inter-role distance (34 %), role stagnation (36 %) and self role distance (37 %). The results obtained have been presented in Table 3 . Like in other dimensions of burnout, here also stress personality emerges as the most important predictor. The next important predictors are inter-role distance, role stagnation, role expectation conflict, and self role distance. Total variation explained is 0.381.
Inadequacy as a dimension of burnout can find support in some studies. Since people with poor selfesteem are ineffective in their interpersonal relationships, they are more likely to use depersonalization, and they are also more vulnerable to exhaustion in emotionally demanding situations (Janssen, Schaufeli, and Houkes, 1999 and Rosse, Wayne-Boss and Johnson ,1991) .
Thus Hypothesis (Hc)-that burnout among Indian executives is caused by stress personality and role-related factors-stands validated again.
Predictors of Depersonalization
Depersonalization is a 'detached concern' whereby a person distances himself from his work, clients, and others; consequently, his behaviour appears impersonal, cold, and aloof and distant.
Relationships between depersonalization and other variables have been studied with Pearson's correlation method and have been reported in Table 2 . These are significant (p< 0.01) for stress personality and all the 10 role-related factors and have expected negative relationship with all the dimensions of emotional intelligence. These correlations have been subjected to further analysis to identify a set of variables which, together, could act as predictors of depersonalization. A perusal of Table  3 reveals that the most important predictor for depersonalization is stress personality explaining 32 per cent variation. In order of their importance, other predictors are role ambiguity (20 %), role expectation conflict (21%), and role stagnation (14 %). Total variance explained is 49 per cent.
Similar results have been obtained by other researches which suggest that it is particularly role ambiguity that leads to burnout (Schaufeli and Buunk, 1996) . Both role conflict and role ambiguity have been implicated in the etiology of job dissatisfaction across occupations (Sell, Brief, and Schuler, 1981) and psychological illness in public sector employees (Terry, Neilson, and Perchard, 1993) . Studies have also shown that both these role problems can lead to emotional exhaustion and burnout (Burke and Greenglass, 1995; Lee and Ashforth, 1993; Manlove, 1994) .
The analysis also validates Hypotheses (Hb) and (Hc).
Predictors of Physical and Emotional Exhaustion
Physical and emotional exhaustion is the extreme form of burnout which reflects in various debilitating symptoms. Executives, who reach this stage of burnout, suffer from sleep disturbance, depression, feel drained out, and often indulge in excessive consumption of alcohol, tobacco or pills. This variable has been found to have high positive relationship (p<0.01 level) with stress personality and all the dimensions of organizational role stress (Table 2 ) discussed above. So far as emotional intelligence (EI) is concerned, its all the three dimensions have negative relationship with physical and emotional exhaustion. It is substantiated by another study (Sharma, 2006a ). Statistically significant negative relationshipshave been found between EI (total) (p<0.01), its dimensions of emotional competence, and emotional sensitivity (p<0.05), and burnout represented by physical and emotional exhaustion. The correlations were subjected to hierarchical regression. The analysis yields that there are three predictors of physical and emotional exhaustion, viz., stress personality (24 %), inter-role distance (18 %), and role erosion (13 %). Total variance explained is 14.9 per cent. This analysis also validates Hypotheses (Hb) and (Hc).
Independent t-test was used to test Hypothesis (Hd) to compare executives with high levels of burnout on all the dimensions of emotional intelligence and total emotional intelligence with normal executives who had no burnout. Results obtained have been presented in Table 4 . The analysis reveals that there is significant difference between executives with high levels of burnout and normal executives (with no burnout) with regard to their emotional competence and emotional intelligence (total) p<0.01. Also, mean scores of normal executives are higher on emotional sensitivity and emotional maturity, though these have not been found to be statistically significant. This finding substantiates the results obtained with Pearson's R presented in Table 2 which indicate negative relationship between all the dimensions of burnout and emotional intelligence.
This validates Hypothesis (Hd) that executives with high burnout and normal executives have significant difference in their emotional intelligence.
For testing hypotheses (He), the relationship of personal effectiveness and emotional intelligence was studied with adjustment. The results obtained have been presented in Table 5 . It may be mentioned that high scores on the adjustment scale indicate maladjustment in that dimension.
A perusal of Table 5 reveals that there is negative relationship between personal effectiveness and (mal) adjustment; and between emotional intelligence and (mal) adjustment. It has been observed by the researcher, mental health professionals, and some earlier researches (Cherniss, 1980; Maslach, 1982; Sharma, 2005 ) that an individual's inability to cope with prolonged stress leads to burnout. As emotional intelligence and personal effectiveness are significantly and positively correlated (p< 0.01), it is the lack of critical mass of emotional intelligence that affects personal effectiveness which, in turn, adversely affects adjustment and leads to burnout. Thus, it can be empirically said that emotional intelligence and personal effectiveness act as mediators in Table 6 . It may be mentioned that high scores on the adjustment scale indicate negative characteristics on that particular area of adjustment. Hence, all the positive coefficients of correlation with burnout dimensions indicate a negative behaviour. For example, high emotional adjustment scores indicate unstable feeling of fear, anger, and depression coming from the tendency for day dreaming, isolation, and inferiority. High scores on family adjustment tend to be associated with conflict, feeling of parental/spouse rejection, persistent tensions in the family, etc. Similarly, high scores on health adjustment reflect a history of poor health problems, fatigue, sleeplessness, headache and pain, skin problems, etc. Individuals who score high on occupational health tend to be highly dissatisfied with their job conditions, over fatigued, and irritated in their work situations leading to alienation from work and withdrawal from organizations. Those who score high on social adjustment on this scale tend to be very hostile in nature, feel that people in general are irrational, do not like to trust people, and do not hesitate to criticize people openly.
All the correlations are statistically significant which indicate that burnout and (mal) adjustment are highly correlated. Thus, Hypothesis (Hf)-that there is an inverse relationship between adjustment (emotional, home, occupational and social adjustments and total adjustment) and burnout dimensions-stands validated by the results of the study.
Thus, all the dimensions of burnout empirically derived through factor analysis and tested with the help of the Sharma Burnout Scale got further validated through the results of this study and have helped in the development of the Indian model of burnout (Figure 1) .
From the foregoing, it is evident that executive burnout is caused by stress personality and role-related factors and mediated by emotional intelligence and moderated by personal effectiveness. The executives with stress personality and low emotional intelligence lack personal effectiveness to cope with role-related stresses and experience distress and maladjustment over a period of time leading to burnout. Organizations have the tendency to locate the problem of burnout in the individual and overlook the role of the organization in the etiology of burnout. The recognition of the work environment factors, identified in this study, in the genesis of burnout would help the organizations take a proactive role through integration of preventive measures into the organizational processes. The findings would help the employees plan their work and adopt effective measures to cope with the stresses that are an unavoidable aspect of organizational life. The scale developed by the author can identify executives prone to burnout and classify those suffering from it as moderate and high burnout cases. Thus, organizations are recommended to undertake burnout audit, at least once in two years. Also, burnout can be prevented with early diagnosis, timely intervention, and the enhancement of emotional intelligence of executives.
CONCLUSION
It may be concluded that the problem of burnout needs urgent attention and intervention for executive wellbeing. The study contributes to creation of knowledge by empirically evolving the construct of executive burnout and defining it as follows: "Executive Burnout is marked by persistent feelings of inadequacy, ambiguity, dissatisfaction, and powerlessness accompanied by behavioural manifestations of apathy and indifference (depersonalization) and physical and emotional exhaustion." (Sharma, 2005) . Stress personality has emerged as the most important predictor of burnout. Role-related factors causing burnout are role expectation conflict, role stagnation, self-role distance, role overload, role erosion, resource inadequacy, inter-role distance, and role ambiguity. Emotional intelligence has been found to play a significant role in executive burnout which mediates and leads to high or low personal effectiveness that moderates experienced stress. High emotional intelligence with personal effectiveness helps in coping and effective stress management but low emotional intelligence, together with low personal effectiveness, leads to distress and maladjustment, and consequently to burnout.
The paper creates new knowledge by empirically evolving an exclusive construct of executive burnout on a sample of executives representing both manufacturing and service industry which is the first global attempt. In that sense, it is the pioneering model of 'Executive Burnout' which adds to the existing literature on emotional intelligence and burnout.
